Abstract: Despite the increase of seminary training, Black clergywomen continuously undergo subjugation, degradation, and humiliation in ministry leadership due to gender and race bias (Leslie, 2013) by clergymen. This article reports the findings of a qualitative study that examined the experiences of Black clergywomen regarding obstacles in ministry leadership and how these clergywomen ascribed meaning to their experiences. The two primary research questions were, "What are the experiences of Black clergywomen regarding obstacles in ministry leadership?" and "How do Black clergywomen attribute meaning to their experiences regarding obstacles in ministry leadership?" The results of the study indicated that bias of gender and inequality exists among clergymen; however, the Black clergywomen learned to embrace the experiences and learned from them. The conclusion of this article includes a discussion regarding practical implications of the education of clergy; and the re-evaluation of the perception of Black clergywomen and their experiences. The purpose of this qualitative study was to explore the experiences of Black clergywomen pertaining to challenges in clergy leadership and to explore how Black clergywomen attributed meaning to their experiences regarding challenges in ministry leadership.
Introduction
Gender and race of clergywomen have been a topic in ministry for many years. Concerns with gender inequality have been prevalent, despite the increase of clergywomen over the past 30 years (Thomas, 2013) . In 2002, clergywomen represented 14.1% (55,413) 
Education
Truman (2011) asserted the 8.3% increase in clergy leadership of Black clergywomen is attributed to the opportunities of theological education that was formerly unattainable for them. Thomas (2013) concluded that it is the remarkable level of clergy education for Black clergywomen creating the significant increase of African American clergywomen. population of religious leadership over the past 30 years; yet, clergywomen of all races have been deprived of unbiased leadership ranking. The attitude among clergymen has often concentrated around clergywomen as subordinate to men (Banks, 2012) .
Women in clergy authority continue to be restricted by religious rules and malecontrolled policies that support men advancing in clerical leadership. Many church denominations are insistent in negating women equality in pastoring and preaching in ministry leadership. The prejudice against clergywomen in church leadership and the criticism against women in clergy leadership have been recorded by secular researchers and religious scholars from the perspectives of theology, sociology, psychology, political, and economic (Hamman, 2010) .
However many women of the clergy view their gender as an advantage. For many clergywomen, they see their identities as women providing them with the opportunity to reach a wider spectrum of believers (Chen, 2000) . Although clergywomen are aware of the challenges that their gender may create, it can also be viewed as allowing them to have a unique influence not available to their male counterparts. "Generally speaking, women have been allowed to be relatively in touch with their emotions. Men are required to be more stolid and restrained" (Chen, 2000, p. 23) .
Ministry Leadership
Although clergywomen may view their gender as providing them with unique advantages, clergymen and/or the congregation do not always share that view. Religious denominations of Caucasian and Black congregations have debated against the ordination of women. Banbury (2014) mentioned that common contentions that have opposed the ordination of women have included women must be silent, women are prohibited by scripture, and women must remain subjected to men.
Conflicts of societal impact of clergywomen could result in misogynism in positions and organizations where clergywomen exist (Petzinger, 2009) . In her book entitled Feminization of the Clergy in America, Paula Nesbitt (1997) asserted the misogyny against clergywomen. Nesbitt (1997) stated, "Of the challenges facing women clergy, one of the most frustrating has been the growing backlash against their presence in many religious organizations, as much through passive occupational restructuring as through overt resistance" (p. 107). Lehmann (2002) in his Pulpit and Pew study, "Women's Path into Ministry: Six Major Studies," alluded to Nesbitt's assertions on prejudice against clergywomen and concluded that:
The general pattern seems to involve women clergy increasing in number to some significant mass, the male leaders becoming threatened by the appearance of a challenge to their exclusive right to leadership positions, and then a stiffening of opposition to women to keep them in subordinate roles (p. 33).
The reality is that Black women are the backbone of the church. They are the ones who volunteer, tithe steadily, chair committees, take care of the day-to-day functions of the church, and make up between 70 and 90 percent of the congregations. Yet, when it comes to power and decision-making, they are most often relegated to auxiliary roles: their voices are heard in an advisory capacity, if they are heard at all. Regardless of the significant increase of clergywomen into ministerial leadership, clergymen relent to the prejudice conclusion of the inferiority of clergywomen (Frame & Shehan, 2005; Newkirk & Cooper, 2013) .
While the views of clergywomen have been a theme of attention in society for many years, there is a gap in consideration of clergy experiences, specifically of the experiences of African American clergywomen. This qualitative study arose out of the need to identify the experiences and views of African American clergywomen who experience obstacles in their ministry leadership (Cummings & Latta, 2010; Howell-Baker, 2005; Leslie, 2013) . When the views of how African American clergywomen experience obstacles are neglected, the credibility of female spiritual guidance (Adams, 2007) and the loyalty of church members (Miles & Proeschold-Bell, 2012 ) are negatively impacted.
Without the study into their experiences, clergywomen remain subjected to actual prejudiced behavior, exposed to opposition of congregants (Miles & Proeschold-Bell, 2012) , and neglected of being heard (Newkirk & Cooper, 2013) .
Prejudice of Clergymen
The debate among clergymen has often focused around clergywomen as weak leaders in church ministry (Frame & Shehan, 2005) . Due to prejudice of clergymen, clergywomen continue to face restrictions of religious responsibilities (Alexander, 2012) ; lack of assistance, training, and mentoring in ministry leadership (Leslie, 2013) ; and the limitation of leadership positions such as senior pastors, elders and ministers (Newkirk & Cooper, 2013) .
For centuries, leadership in the church has been exclusively male. Many did not question the status quo, however in recent decades women are beginning to challenge this and have begun to create change. According to Gonzalez (1998) more women are serving as pastors and clergy leaders in Protestant churches despite job discrimination, disparities in pay between male and female clergy, and resistance from congregations.
Black clergywomen remain deficient in the possibilities to lead congregations, limited in the opportunities to be selected for employment, and restricted from advancement in ministry leadership. This "stained glass ceiling" confronted by Black clergywomen inhibits them from upward mobility in ministry due to gender (Rois, Rixon & Faseruk, 2013) and race (Leslie, 2013) . Gender and race are methods of subjugation, which has the dominance to control, and that dominance is ruled by clergymen. This study focused on gender and 
Theme One: The Experiences Regarding Obstacles in Ministry Leadership
In describing the authentic experiences of these women as clergy leaders, eight obstacles gave a black male the opportunity to be over something to rule. This was a boost to their self-esteem. And so basically, I became an invader. When I talk about "I", I'm talking about the female minister became an invader. We became disrupters to something they had coined or carved out for themselves. It gave them a sense of wellbeing.
It gave them a sense of authority. It gave them a sense of power…The issue was "this is my area of domain so you don't have any right to cross this threshold because this is all we have. We've been in control of everything."
Participant Two shared her experience regarding the obstacle of discrimination. She 26 advantages of the meaning attributed to the experiences regarding obstacles in clergy ministry: best thing that ever happened, embrace and expect obstacles, empower others, expand opportunities, focused on the Call, forgiveness, freedom, God opens doors, grateful, growth, humble, knowledge of society, rationalization, Spirit of God, kind, listen, loving, made me better, obedience and acceptance to the call, patience, positive surroundings, reassurance, self-worth increase, sensitivity, tenacity, trust God, and understanding (see Appendix C).
The participants perceived they were being favored by God and felt grateful and humbled at how God had chosen them for ministry leadership. Each clergywoman encountered several types of advantages; but all explained similar perceptions of being called by God in some way. The findings of this research supported the assumption of the primary researcher that Black clergywomen attributed meanings of advantages to their experiences regarding obstacles in ministry leadership. Helping people find their God given assignment has been the best thing that has happened to me."
Twenty disadvantages of the meaning attributed to the experiences regarding obstacles in clergy ministry were revealed: depression, devastation, felt sinful, hurt and disdain, impure thoughts, isolation, made a mistake, missed God, obscurity, out of order, questioned God, revenge, resistance, sadness and sorrow, set back, self-doubt and self-worth decrease, self-pity, submission to traditional beliefs, unhappy, and upset. Appendix B details the meanings of advantages and disadvantages attributed to the experiences.
The Black clergywomen of this study perceived they were being resisted and felt oppressed at how clergymen were rejecting women in ministry leadership. These findings are congruent with other scholars identifying how Black clergywomen ascribed meanings of disadvantages to their experiences regarding obstacles in ministry leadership (Leslie, 2013; Lustgarten; Thro, 2014) .
Participant Four shared that the meaning attributed to her experiences involved several disadvantages. She stated, "I felt spirit of oppression, depression, doubt, no drive, and questioned if I was out of order. When I should have been happy I couldn't pinpoint what the problem was in my life." Participant Six expressed, "Self-denial kept me in a place of obscurity, sadness, almost to a depressed place because what was in me I could not express."
The Recommendations for the Removal of Obstacles in Ministry Leadership
In expressing the actual advices of these Black clergywomen in ministry leadership, there are Education. I think the very first part is the education to the clergy is that God has assigned a place for women in ministry. I think a lot of the reasons that our clergy, men especially, are intimidated by women coming into the profession of clergy is because of the lack of knowledge of knowing that women have been assigned this position since the Bible days.
The results of this research study offer valuable information about the experiences of Black clergywomen regarding obstacles in ministry leadership and the meaning they attribute to these experiences.
Discussion
In 2014 Although measures were taken to safeguard authenticity, this study presents limitations. A foundational limitation of the qualitative study was that the primary researcher is a Black clergywoman and had to ensure to incorporate Moustakas' (1994b) concept of minimizing researcher bias by utilizing Epoche (the bracketing of personal experiences, presumptions and belief). An essential limitation was that five Black clergywomen of the study were personally selected; however, this study was conducted utilizing snowball sampling, which relied on participants who were experienced with ministry leadership and were knowledgeable of potential research participants who were interested in participating in the study.
Additional limitations discovered during the study affected transferability: (1) Another identified implication was the meanings the participants attributed to their experiences regarding obstacles in ministry leadership, which indicated that there needs to be clergy training and leadership workshops in ministry to address the issues of accepting Black clergywomen in ministry leadership. Addressing these needs could contribute to present or future theories for understanding the meaning of the experiences.
Methods
Prior to conducting this qualitative study, the Institutional Review Board (IRB) of the University of the Rockies granted approval for the proposal, which included the informed consent process, how informed consent was acquired, and how confidentiality was order to uncover issues, make necessary corrections to enhance the research procedures, and examine the potential of the success of the study. The introduction to the interview and the initial questions were developed in order to inspire total confidence, honesty and participation in the interview (See Appendix A), which allowed for credibility and dependability of data.
Interviews were conducted by the primary researcher suggesting that the participants pray prior to beginning the interview and before answering questions in order to convey trustworthiness of the answers. Moustakas (1994a) suggested that it is customary routine to initiate the "interview with a social conversation or a short meditative activity that is aimed at creating a relaxed and trusting atmosphere" (p. 114). Seven audio taped-recorded interviews were conducted in the research participant's personal church office while two telephone audio tape-recorded interviews were conducted in a relaxed setting chosen by the participant, transcribed verbatim, coded into themes, analyzed, and compared in order to answer the research questions effectively.
Non-probability, snowball sampling method was used in order to contact one or more participants of the population and request referrals of potential participants of the same population (Chromy, 2008; Morgan, 2008) . These additional participants were asked to refer other potential participants of the same population to create a multiplicity of data subjects (Chromy, 2008) . Five Black clergywomen who were experienced with ministry leadership, knowledgeable of potential research participants, and willing to refer additional contacts of Black clergywomen were directly contacted by the primary researcher who is an African American clergywoman, which created accessibility to the population in order to request participation.
Coding was used to protect the privacy of each participant. Each participant's name was coded with a 2-letter identification representing the initial of the first name and the initial of the last name. Each clergywoman's position was identified with a 2-letter identification representing the role of the clergywoman in ministry leadership and each Protestant church of the participant was coded with a 2-letter identification representing the denomination of the church. Several researchers reviewed the original transcribed summaries, participated in the process of analysis, and confirmed the themes.
Conclusions
Conducting research that examines gender and race in ministry leadership will afford all women of clergy to share their perceptions of the experiences in leading their congregation and the meaning of those experiences. The experiences could contribute to the development of future studies on the experiences of clergywomen. Consequently, the experiences of women leadership may add value to future experiences of women of clergy. Self-Doubt and Self-Worth Decrease 3
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